Teachers' satisfaction with their career influences the quality and stability of instruction given to students. 
. Job satisfaction depends on an evaluation the employee makes of the job and its environment surrounding. This evaluation involves a comparison between "what is" and "what should be". Some researchers argue that teachers who do not feel supported in their work may be less motivated to do their best in the classroom (Ostroff, 1992; and Ashton & Webb, 1986) . In addition, highly satisfied teachers are less likely to change schools or to leave the teaching profession altogether than those who are dissatisfied with many areas of their work conditions (Bobbitt, S. A., Choy, S. P., Henke, R. R., Medrich, E. A., & Lieberman,.1993 ). These actions disrupt the school environment and result in shifting valuable educational resources away from actual instruction towards costly staff replacement efforts.
Locke's Range of Affect Theory (1976) is arguably the most famous job satisfaction model. The main premise of this theory is that satisfaction is determined by a discrepancy between what one wants in a job and what one has in a job. Further, the theory states that how much one values a given facet of work (e.g., the degree of autonomy in a position) moderates how satisfied/dissatisfied one becomes when expectations are/aren't met. When a person values a particular facet of a job, his satisfaction is more greatly impacted both positively (when expectations are met) and negatively (when expectations are not met), compared to one who doesn't value that facet.
Another well-known job satisfaction theory is the Dispositional Theory. It is a very general theory that suggests that people have innate dispositions that cause them to have tendencies toward a certain level of satisfaction, regardless of one's job. This approach became a notable explanation of job satisfaction in the light of evidence that job satisfaction tends to be stable over time and across careers and jobs. A significant model that narrowed the scope of the Dispositional Theory was the Core Self-evaluations Model, proposed by Judge (1998). Judge argued that there are four Core Self-evaluations that determine one's disposition towards job satisfaction: self-esteem, general self-efficacy, locus of control, and neuroticism. Judge et al. (1997) hypothesized that the core self-evaluations would be related to job satisfaction through both direct and indirect means and each of them, independently and significantly correlated with job satisfaction. Frederick Herzberg's Two-Factor Theory (also known as Motivator Hygiene Theory) attempts to explain satisfaction and motivation in the workplace (Hackman, J. R. Oldham, 1976 ). Herzberg's theory posits that job satisfaction comes from one set of job variables (called motivator needs or satisfiers) and job dissatisfaction from another set of variables (hygiene factors or dissatisfiers).
Satisfiers include, for example, recognition, responsibility for one's work, personal growth, achievement and advancement, while dissatisfiers include many aspects of work external to the self such as pay, relationships with colleagues and supervisors, work conditions and security (Herzberg, 1968) . It is important to note that, according to this theory, job satisfaction and job dissatisfaction were considered separate constructs. The absence of hygiene factors was believed to lead to job dissatisfaction, but their fulfillment did not lead to job satisfaction. Similarly, the presence of motivator The fit between the individual and the job has been shown to be an important influence on the employee job satisfaction (Kristof, 1996) .
There are many behaviors and employee outcomes that have been hypothesized to be the result of job satisfaction or dissatisfaction. These include not only work variables such as job performance and turnover, but also non-work variables such as health and life satisfaction. Many of these hypothesized effects of job satisfaction have been shown to correlate with it (Spector, 1997) .
Teacher Job Satisfaction and Student Achievement
It is believed that satisfaction at work may influence various aspects of work such as efficiency, productivity, absenteeism, turnovers rates, and intention to quit, and finally employees' well-being (Baron, 1986) . This premise holds for a variety of employees, including qualified educational staff.
Indeed, educators' well-being has serious implications for the quality of the education they provide (Fenech, 2006) . Satisfied teachers are expected to hold their jobs longer, to be able to engage in more responsive, positive and consistent interaction with students, and to positively influence students'
performance (Maslach and Leiter, 1999) .
Research on teachers' job satisfaction suggests that educators are most satisfied with teaching itself and their supervision and dissatisfied with their salary and promotional opportunities (Dinham and Scott, 2000) . These findings seem to be robust across several different countries and cultural contexts (Koustelios, 2001) . As far as early educators are concerned, Fenech (2006) reported poor work conditions, low salaries, heavy workloads, unrealistic expectations from managers, low professional status, organizational conflict, and reduced autonomy as important factors that contribute to teacher dissatisfaction. For teachers, satisfaction with their career may have strong implications for student learning. The hypothesized outcomes of job satisfaction include the use of new techniques in class for better performance which, in turn, may be conducive to students' better achievement.
Given the importance of job satisfaction, special attention should be dedicated to determine why some teachers express dissatisfaction in their jobs. Some researchers argue that teachers who do not feel supported in their work may be less motivated to do their best in the classroom (Ostroff, 1992; and Ashton and Webb, 1986) . In addition, highly satisfied teachers are less likely to change schools or to leave the teaching profession altogether than those who are dissatisfied with many areas of their work life (Choy et al., 1993) . These actions disrupt the school environment and result in the shift of valuable educational resources away from actual instruction towards costly staff replacement efforts. 3. Methodology
Participants
Eighty-four high school English teachers voluntarily participated in this study. The researcher distributed the questionnaires in person to all those who expressed willingness to participate in the study. Regarding the characteristics of the teachers, 52% in the sample were male and 48% were female.
72.6 % of teachers were full-time and 27.4% were part-time. 64.3% of the participants worked in public schools and 35.7% worked in both public and private schools.24 % of the teachers held M.A and 76% had B.A.
This study focused on a single grade level to maintain homogeneity. While the full data were available for both first and second grade students, only information concerning the third grade was included into the analysis. The teachers who completed the questionnaire, were asked to provide the researcher with the end of the term scores of one of their classes.
Instrumentation
Job Satisfaction Survey (JSS) (Spector, 1985) was used in the present study which assesses six facets of job satisfaction, as well as overall satisfaction. The scale contained 36 items and uses a summated rating scale format. This format is the most popular one for job satisfaction scales. Each of the nine facet subscales contained four items, and a total satisfaction score can be computed by combining all of the items. Each item is a statement that is either favorable or unfavorable about an aspect of the job.
Respondents are asked to circle one of the five numbers that corresponds to their agreement or disagreement. A five-point Likert scale was used to measure respondents' perceptions of job satisfaction. Respondents were asked to choose one of the five response options: 1=strongly agree, 2=
agree, 3=somewhat agree, 4=disagree, and 5=strongly disagree. 
Results
In order to address the first research question, concerning the relationship between high school English teachers' job satisfaction and students' achievement, Pearson correlation revealed a significant relationship between English teachers' job satisfaction and students' achievement. The second research question examined the difference between male and female English teachers in terms of job satisfaction. An independent t-test was run which showed that there was not any significant difference between male and female in terms of job satisfaction. To investigate the third question of the present study, an independent t-test was run to compare the teachers' job satisfaction level working at public and public and private schools. Based on the results of t-observed value, it can be concluded that working at private/state schools does not make any significant difference in English teachers' job satisfaction. The fourth research question examined the difference between part-time and full-time English teachers in terms of job satisfaction. An independent t-test was run which showed a significant difference between the part-time and full-time teachers' job satisfaction level. The full-time teachers enjoyed a higher level of job satisfaction. 
Discussion
The findings of the present study suggested that a there was a significant relationship between English teachers' job satisfaction and students' achievement. The results indicated that there was not any significant difference between male and female teachers' job satisfaction and also working at public/private schools did not make any significant difference in English teachers' job satisfaction. But a significant difference was found between the part-time and full-time teachers in term of job satisfaction level. The full-time teachers enjoy a higher level of job satisfaction. Finally, the findings indicated that teacher job satisfaction was affected by the interaction of gender and employment type (full-time vs. part-time).
These findings can contribute to a growing body of research that suggests that teacher job satisfaction may have strong implications for student learning. Educators' well-being has serious implications for the quality of the education they provide (Fenech, 2006) . Satisfied teachers are expected to hold their jobs longer, to engage in more responsive, positive and consistent interaction with students, and to influence students' performance positively (Maslach and Leiter, 1999) .
Literature review indicated that with respect to therelationship between teachers' gender and their job satisfaction, the results are contradictory. For example, Greenberg and Baron (1993) reported that employed women, in general, seem to be less satisfied with their work than their counterpart men. On the other hand, McNeely (1984) found a significant difference between employed women and men's job satisfaction. Women were found to be more intrinsically satisfied than men. However, our results did not show a significant difference between male and female teachers' job satisfaction. Furthermore, whether a teacher was teaching in a public or private school did not have a significant effect on teacher satisfaction. In other words, the analysis showed that teacher variables like gender and school characteristics like working in a public or private school were not significantly related to teacher satisfaction. In general, they were not useful in predicting a teacher's satisfaction with teaching as a career.
Conclusion
This study corresponded to the previous research that teacher job satisfaction significantly related to www.scholink.org/ojs/index.php/selt Study in English Language Teaching Vol. 1, No. 2, 2013 students` performance (for example : Ostroff, 1992; Mathieu, 1991; Fenech, 2006; Maslach and Leiter, 1999) . Teacher satisfaction with their career may have strong implications for student learning.
Moreover, a teacher's satisfaction with his or her career may influence the quality and stability of instruction given to students.
Since a high-quality teaching staff is the cornerstone of a successful educational system, daily interaction between teachers and students is at the center of the educational process; attracting and retaining high quality teachers is, thus, a primary necessity for educational systems. If, as the literature suggests, teacher satisfaction relates to both teaching quality, students` achievement and turnover rates, focusing on policies related to satisfaction may go a long way towards improving the quality of instruction in our nation's schools.
The results of this study indicate that there are a number of aspects of workplace conditions that are within the realm of education policy. They can compensate for numerous areas of teacher dissatisfaction such as low salaries, increased teacher loads and lack of involvement in program planning, and a myriad of other factors The findings of present investigation can provide some insights for the educational authorities and teachers to look for possible ways of improving the level of job satisfaction among high school teachers in order to attract and retain the best ones.
Another important factor in this study which had a significant effect on teachers' satisfaction was whether the teachers are working as a full-time or part-time teacher. The results indicated a significant difference between the part-time and full-time teachers' job satisfaction level. The full-time teachers enjoy a higher job satisfaction. It may be estimated that because part-time teachers have less job security and because they do not feel supported in their work may be less motivated to do their best in the classroom. Surprisingly, the end of the term scores and students achievement for part-time teachers were higher than full-time teachers. It may be concluded that it is because there are no motivation and reward for full-time teachers if they do their jobs better than their colleagues and they enjoy job security in the education office. On the other hand, part-time teachers try their utmost to be known qualified and hired in the upcoming years if needed in the education office.
As a conclusion, despite being an interesting topic for the study, Job Satisfaction happened to be the most noteworthy subject for any organization. An indelible fact is that amongst all the resources, human resource is the most significant resource of any organization. The resources of men, money, and materials are collected, coordinated and utilized through people. Thus, it can be concluded that the overall productivity of any organization largely depends upon the efficiency of the Human Resource of that organization. The efficiency of employees depends, to a great extent, on the environment in which they work. Work environment consists of all the factors which act and react on the body and mind of an employee. Anything that education office can do to make the workplace a better place for teacher has the potential of enhancing job satisfaction and consequently higher students' achievement. 
Comments if any:
7. I am confident of my abilities to succeed at teaching.
